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Abstract 
Alienation in the workplace has long been recognized in modern times. Growing evidence suggests that one important influence job 
satisfaction and good performance is spirituality involved in organization and work. During the past decades, the attention given to 
the impact that spirituality has on the fields of management research, practice, and pedagogy has increased dramatically. The main 
question of this paper is, are there any differences how people from different institutional settings see spirituality at work? Data for 
this research was collected from 2 different samples. 
1. Introduction 
Many academic journals like the Leadership Quarterly, Organization, Journal of Social Economics, Journal of 
Organizational Change Management, Journal of Management Education, and others, have brought out special issues 
or published articles on different aspects of spirituality (Kumpikaite, 2009). However it is still field of interest in 
scientific world and area for theoretical and empirical studies. Community, contribution, and cooperation may be 
important values at home, but in the workplace, rewards accrue from independence, competition, and acquisition. 
Marques (2005) suggests that spirituality results in a unified pleasant performance and quality orientation of the 
workforce which in turn results in excellent output and community orientation. In a workplace that has become 
insecure and alienating, the need for development on the spiritual side has arisen in a number of contexts (Collins & 
Kakabadse, 2006).   
Accordingly it is not surprising, that some scientists are exploring dimensions of spirituality in their own personal 
and professional lives. Work provides a livelihood, but at the same time is life-draining for many because it asks us to 
leave much of ourselves at the door when we come to work (Kumpikaite, 2009). Meanwhile, workers are increasingly 
seeking their soul at work, inspiring and meaningful work wherein a more fulfilling balance between life and work can 
be achieved (Dehler & Welsh, 2003; Fairholm, 1997; Mitroff & Denton, 1999, Lewin & Regine, 2001). As Fairholm 
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(1996, p. 11) states “work has become the centerpiece of our lives … and the fountainhead of values in our society” in 
essence, workers are signaling a desire for workplace spirituality as “one way to apply spiritual beliefs and satisfy the 
need to feel the spirit through work” (Fairholm, 1996, p. 11). The effect of spirituality at the workplace can spill over 
into employees’ home life, marriage, social interaction, and so on, which in turn, positively affects their work 
performance (Bromet et al. 1990; Jurkiewicz and Giacalone 2004). Nur (2003) found in his study that organizations 
managed by spiritual values (MBV’s) earned better returns within a period of five years. Meta-analysis by Dent et al. 
(2005) showed the positive association of spirituality with productivity. 
The rationale for this study lies in the fact that people in different parts of the world have a spiritual quest. The 
purpose of the present study is to find out differences how people from different institutional settings see spirituality’s 
involving to work.  
The paper can be broadly divided into three parts. The first part describes theoretical background, defining 
definition of spirituality and spirituality at work. The second part introduces the results of interview comparing two 
sample groups.  Finally, conclusion and directions of future studies are provided. 
2. Literature Review  
2.1. Definition of Spirituality 
What is spirituality and what is spirituality at work? There are many definitions of spirituality that vary widely in 
scientific literature (Kumpikaite, 2009). Acknowledging that consensus is lacking in spirituality literature on how 
spirituality should be defined (Ashmos & Duchon, 2000). A part of theologians and organizational researchers agree 
that a consensual definition is elusive (Zinnbauer et al., 1997). However Pandey & Gupta (2008), viewing the 
fundamental conceptualization of spirituality and the definitions given in contemporary literature defines that 
spirituality could be defined as a multidimensional, multilevel phenomenon. 
Many scholars link this search for meaning to a larger purpose and to a source beyond us (Ashar & Lane-Maher, 
2004). Generally, they point to three principles that all spiritual traditions maintain, which are: (a) a unifying force, or 
energy, exists in the nature of everything; (b) this universal power lies within each of us; and (c) we are all capable of 
experiencing this power (Gunn, 2001). Delbecq (1999) referred to this universal energy when he defines spirituality as 
the individual’s lived experience of the transcendent, “whether that be God, the Buddha, the Dao, or the Force” 
(Leigh-Taylor, 2000, p. 20). McCormick (1994) spoke of the “beyond,” and Conger (1994) alluded to the 
transcendental quality of spirituality more implicitly when he claimed that spirituality “lifts us beyond ourselves and 
our narrow self-interests . . . it is the most humane of forces. It helps us to see our deeper connection to one another 
and to the world beyond ourselves” (p. 17).  
According to Marcic (2000) who reviewed about 100 of books and another 100 journal articles, less than 20% of 
them mention God or a Higher Power. The journal articles had even less recognition of God, with no more than 10% 
acknowledging that God may be part of spirituality (Marcic, 2000). Consequently, some spiritual beliefs and practices 
are founded in religion and others are unconnected to any religious doctrine in organization (Lewis and Geroy, 2000).  
Looking at scientific literature we could say that most definitions of spirituality contain one common key element: 
values. Overall, the ways in which values-based spirituality is defined range from simple to complex. Schmidt-Wilk, 
Heaton, and Steingard (2000) suggested that in the management literature there are three main definitions for 
spirituality: 
x the first defines spirituality in personal terms;  
x the second focuses on  the applied aspect of spirituality;  
x and the third looks at the characteristics of the spiritual organization. 
Ashar & Lane-Maher (2004) found a common element among the three definitions and base their own definition 
on all of them: “Spirituality is an innate and universal search for transcendent meaning in one’s life. In addition, 
although it can be expressed in various ways, they submit that spirituality at work involves some common behavioral 
components. Above all, it involves a desire to do purposeful work that serves others and to be part of a principled 
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community. It involves a yearning for connectedness and wholeness that can only be manifested when one is allowed 
to integrate his or her inner life with one’s professional role in the service of a greater good” (p.253). 
2.2. Defining spirituality at workplace 
As Pandey & Gupta (2008) state management academics had never been totally blind to the spiritual perspective of 
work. Quatro (2004) posits this point referring to the writings of Follett (1918) and Greenleaf (1970) in the classical 
management literature. In more recent years, Nichols (1994) (in Harvard Business Review), raised the issue of 
spirituality by emphasizing that companies must find ways to harness soul searching on the job, not just gloss over or 
merely avoid it.  
According to Pandey & Gupta (2008) summarized literature review impact on spirituality can influence behaviors 
as motivation, learning and commitment, and organizational performance such as financial and quality orientation 
results. The impact of spirituality on the business organization has been studied in terms of overall organizational 
performance and job behavior of the employees. Dent et al. (2005) remarked that theory development regarding 
workplace spirituality and its relationship to leadership is in its infancy. Several studies maintain that organizations 
high on spiritual values outperform those without it, on the parameters of growth, efficiency and return on investment 
than those without them (Nur 2003). Spirituality does not necessarily involve a belief or faith in a deity. When one 
approaches work with a sense of purpose that transcends the instrumentalities of his or her work, one is able to express 
his or her spirituality through work. 
Neal (1997) asserts that “spirituality in the workplace is about people seeing their work as a spiritual path, as an 
opportunity to grow personally and to contribute to society in a meaningful way. It is about learning to be more caring 
and compassionate with fellow employees, with bosses, with subordinates and customers. It is about integrity, being 
true to oneself, and telling the truth to others. Spirituality in the workplace can refer to an individual’s attempts to live  
his or her values more fully in the workplace. Or it can refer to the ways in which organizations structure themselves 
to support the spiritual growth of employees” (p. 123). However, other authors (e.g., Ashmos & Duchon, 2000; 
Giacalone & Jurkiewicz, 2003) have proposed different definitions. The controversy that prevails in the field and the 
difficulty to define organizational spirituality (Freshman, 1999; Laabs, 1995) have led some authors to become 
skeptical and to ask themselves whether workplace spirituality deserves the attention it has received (Brown, 2003).  
Like Haughey (1989) before him, Thompson (2000) elaborated further on the concept of spirituality as a search 
for meaning that transcends beyond one’ s self and differentiates between immanent and  transcendent meanings. 
“Immanent” refers to personal and ordinary concerns of our world that satisfy our ego needs: status, income, sense of 
security, accomplishment, and so on. “Transcendent” meaning, on the other hand, refers to motivations, principles, 
and work related interests that transcend beyond the self. According to their previous work, Rego, Pina & Oliveira 
(2008) found out five dimensions of workplace spirituality explain organizational commitment and self-reported 
individual performance. They are team’s sense of community, alignment with organizational values, sense of 
contribution to society, enjoyment at work, and opportunities for inner life. 
3. Methodology 
3.1. Method and sample of survey 
The goal of this study was to compare opinion to spirituality at work of two different samples of respondents.  
Spiritual need may be seen at various levels in relation to higher purpose and core value displacement (Collins & 
Kakabadse, 2006). The empirical research method was structured interview, based on theoretical background. Opinion 
of minority (Collins & Kakabadse, 2006, Schulman, 2003, Zaehner, 2001) that spirituality is related with religion is 
invoked in this study. Looking in to account that interview was provided among Christian people, it was decided 
spirituality to link with religion and with Christian values. 
There were two respondents’ groups interviewed. 23 interviews were conducted with Christian managers, who  
belong to Europartners. This is Association of European business and professional people. These people are mostly 
from traditional capitalist countries in Europe. The second group is formed from Lithuanian respondents. Lithuania 
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comes from totalitarian Soviet Union. Lithuanian sample consisted mostly from students and non managerial 
employees, European sample from Christian entrepreneurs and managers. 
 
4. Results 
73.91 percent of Europartners and 26.67 percent of Lithuanians strongly agree and accordingly 13.04 and 26.67 
percent agree that business can be successful if it is based on Christian values (see Figure1). However more than 53 
percent of Lithuanian group disagree that business can be successful if it is based on Christian values. Asking vs. 
question if respondents agree that successful business is possible without Christian values we found out that 21.74 
percent strongly agree and 39.13 agree of Europartners agree with this proposition. At the same time answers of 
Lithuanian group were following 30 and 33 percent. Therefore we see the similar tendency of the answers. The main 
difference was that even 20 percent of Lithuanians could not decide if they agree or do not agree with the following 
statement.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Fig. 1. Christian values in business 
Looking at institutional context of spirituality respondents were asked: “what the differences in 
superior/subordinate relationships between two types of organizations: first, a usual organization with different kinds 
of people and second, an organization, where mainly/only religious people work”. It is quite unexpected that 10 
percent if Lithuanian group stated there is no difference between traditional and organization where mainly religious 
people work. At the same time just one Europartner agreed with this statement.  The biggest difference according to 
Europartners is “working together, with Christ, God/Jesus as guide and supporter, always, Godly leader loves Christ”  
(17.39 percent), “prayer can be public, prays for subordinates, company, clients, intercessor for his sheep before God” 
(13.04 percent) and Opportunities for evangelization, Freedom to speak (13.04 percent). 20 percent of Lithuanians 
respondents think that very clear hierarchy should be in religion organization and it is the main difference between 
these two types of organizations. 
Respondents enumerated 34 advantages (see Appendix A) (24 by Europartners and 20 by Lithuanian group) of 
religious employees compared to nonreligious employees. The same 11 values were named by both groups of 
respondents. The main advanteges are presented in see Figure 2. “Ethical and moral values and standards and 
behavior, act more according to Christian value” was selected as the biggest advantage among Europartners (17.39 
percent). The second one was “Work as for God, not for men, a step towards God, with the company, dependent on 
the Lord” (13.04 percent).  However, no one Lithuanian respondent mentioned such or similar advantage. They named 
“Integrity” (30 percent meanwhile Europartners – 4.35 percent), “Responsibility for every action and work because 
this shows his trust to God” (23.33), “More tolerant” (16,67) and “Actions are based on spiritual values” (13.33). In 
comparison with answers for these 3 advantages, no one Europartner mentioned them. Both groups agreed with “Easy 
cooperation, positive cooperation with co-workers, advantage to celebrate with Christians” (13.04 percent of 
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Europartners and 10 percent of Lithuanians), “Can put their problems and needs on God, do not depend on good or 
bad circumstances” (13.04 and 3.33). 
 
 
 
 
 
 
 
 
 
Fig. 2. Advantages of religious employees compared to nonreligious employees 
All respondents recited 25 disadvantages (see Appendix B) of religious employees compared to nonreligious 
employees. The main disadvanteges are given in Figure 3.  Just 3 of them coincided between both groups of 
respondents. The first one is “boundaries less clearly defined” (8,7 percent of Europartners and  6,67 percent of 
Lithuanian group), the second one – “can be narrow minded” (4,35 and 6,67 percent) and the third one – “wait too 
long for God to change the situation, instead of acting in trust of God to help and guide” (also 4,35 and 6,67 percent)  
Notwithstanding, 30 percent of Lithuanian and 17,39 percent of Europartners do not find any  religious employees 
disadvantages compared to nonreligious employees. This was really unexpected as it showed that religious 
Europartners find more religion employees’ disadvantages.  
 
 
 
 
 
 
 
 
 
Fig. 3. Disadvantages of religious employees compared to nonreligious employees 
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5. Conclusions 
To conclude we can say that there are some differences of view to spirituality at work according to different 
respondents’ group, their positions and if they are believers. Europartners agree with the idea involve spirituality and 
its values not just into personal but also to institutional life and context more than respondents from Lithuanian group.  
We suppose that Lithuanians’ answers were influenced that the country was by Soviet ragtime for a long time. 
Usually nobody ever speak and there is no surveys provided about spiritual values involving to work in Lithuania. 
However, it should be analyzed more particular to prove our suggestion. Accordingly it is an area of our further 
studies. Moreover it should be analyzed Lithuanian’s answers accordingly to their work position, if they are believers 
or not and frequency of attending church and other activities in it what was not done in this paper.  
Studies at the collective level are scarce in spirituality and management. Identification of variables, boundary 
assumptions and development of unambiguous constructs at individual, group and organization level spirituality are 
the major challenges for academics in this area. Moreover, we distinguish lack of such researches in intercultural 
context. 
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Appendix A. List of advantages of religious employees compared to nonreligious employees 
 
Answer % of respondents 
from Europartners 
% of respondents 
in Lithuania 
Easy cooperation, positive cooperation with co-workers, 
advantage to celebrate with Christians 
13,04 10 
Can put their problems and needs on God, do not depend on 
good or bad circumstances 
13,04 3,33 
Thoughts for others, reach them for Christ 8,7 0 
Servant hearted 4,35 0 
Attitudes good, cheerful, flexible, consistent 8,7 3,33 
Ethical and moral values and standards and behavior, Act 
more according to Christian value 
17,39 0 
Danger of misused to obey work excessive hours relying on their 
serving attitude and heart 
4,35 0 
Caring sensible Biblical loving, bible based 8,7 0 
Loving and harmonious relationship 8,7 3,33 
Integrity 4,35 30 
Decisions in prayer 4,35 3,33 
Work as for God, not for men, a step towards God, with the 
company, dependent on the Lord 
13,04 0 
Faithful 4,35 6,67 
Trustworthy 4,35 3,33 
Serve Jesus, not their own advantage 4,35 0 
Linked by the Holy Spirit, functionalized through Him by God, 
Guidance of the Holy Spirit who direct, correct, give wisdom and 
peace 
8,7 3,33 
Dependability 4,35 3,33 
Values and beliefs based on a sound foundation - Bible/God 4,35 0 
Work is a calling 4,35 0 
Live out the faith in the world 4,35 0 
Honesty 4,35 6,67 
Sincerity 4,35 0 
Putting God first 4,35 0 
More understanding of what's happening 4,35 0 
Possible to discuss disappointments based on the same values. The 
same foundation and values, so that you can work from that in all 
kind of situations. 
8,7 0 
Follow testimony 0 10 
Peaceful 0 10 
Gives safety for their colleagues 0 3,33 
Responsibility for every action and work because this shows his 
trust to God 
0 23,33 
Actions are based on spiritual values 0 13,33 
More tolerant 0 16,67 
Intelligence 0 3,33 
Forgiveness 0 6,67 
Attention for others 0 6,67 
1212   Vilmantė Kumpikaitė - Valiūnienė /  Procedia - Social and Behavioral Sciences  150 ( 2014 )  1205 – 1212 
Appendix B. List of  disadvantages of religious employees compared to nonreligious employees 
 
Answer % of respondents 
from Europartners 
% of respondents 
in Lithuania 
None 17,39 30 
Less disciplined, can be 4,35 0 
Boundaries less clearly defined 8,7 6,67 
Less ambitious for the worldly goals 4,35 0 
Performance oriented 4,35 0 
Judgmental of others, if they do not understand Gods grace 4,35 0 
Can be narrow minded 4,35 6,67 
Do not want to talk about problems 4,35 0 
Wait too long for God to change the situation, instead of acting 
in trust of God to help and guide 
4,35 6,67 
May be too soft or wishy-washy but does not have to be 4,35 0 
Can be lazy 4,35 0 
Rejection 4,35 0 
May not have real relationship with God, new-born Christian make 
difference 
4,35 0 
Look for the fruits 4,35 0 
May be in faith, but not talented 4,35 0 
Looking for a Christian if co-owner or co-partner needed 4,35 0 
Cheating 4,35 0 
Double mind 4,35 0 
Earlier disappointment compared to believers 4,35 0 
Too focused on „we are brothers/sisters“, so that will take the 
wrong profit out of the work situation for their own good 
4,35 0 
Emotional 0 6,67 
Possibility to manipulate religious people 0 6,67 
Less tolerant 0 3,33 
Too much take care about others 0 3,33 
They should not work on Sunday 0 3,33 
No wish for changes 0 3,33 
 
 
